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Welcome pHResh’ers! 

 

It is almost time to travel to Oslo! We are looking forward to welcoming you at our pre-

conference doctoral consortium called ‘Leadership in your PhD project’. We hope it will be 

an inspiring day, where we will enjoy fruitful discussions and learn about each other’s 

research endeavors. 

 

The PhD Research community, pHResh, is a network for PhD students and scholars in 

Human Resource Management (HRM) and Organizational Behavior (OB). We aim to bring 

PhD students in the fields of HRM and OB together. We learn from each other by sharing our 

knowledge and experiences at events as well as online. Our roots lie in the Netherlands and 

Belgium as we have been supported by the Dutch HRM network from the start, Since 2010, 

however, the network has expanded its scope and now includes PhD students from 

universities all over Europe. 

 

Don’t forget to join our LinkedIn network to stay updated on other events: 

https://www.linkedin.com/grp/home?gid=3146250&sort=recent 

 

All the details regarding the location, program, and participants of the upcoming doctoral 

consortium can be found here.  

 

We are looking forward to seeing you in Oslo! If you have any questions, do not hesitate to 

email us (s.feenstra@rug.nl). 

 

The pHResh board,  

 

Brian Doornenbal, Sanne Feenstra, Wouter Vleugels, and Lien Vossaert 

 

 

 

 

 

 

 

https://www.linkedin.com/grp/home?gid=3146250&sort=recent
mailto:s.feenstra@rug.nl
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      Gordana Abramovic                        Brian Doornenbal                           Sanne Feenstra 

(gordana.abramovic@bi.no)              (b.m.doornenbal@vu.nl)                 (s.feenstra@rug.nl) 

 

 

 

 

 

 

 

 

 

 

        Wouter Vleugels                                 Lien Vossaert 

(wouter.vleugels@kuleuven.be)           (lien.vossaert@ugent.be) 
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Consortium venue 

 

The doctoral consortium will take place at the BI Norwegian Business School, Nydalsveien 

37. You can reach BI Nowegian Business School by metro or by bus. From Oslo central 

station, Metro line number 3 (direction ‘Storo’), number 4 (direction ‘Ringen’), and number 6 

(direction ‘Ringen, passing station Nydalen’) will go in the direction of BI Norwegian 

Business School.  

 

 

 

Reaching BI Norwegian Business School by bus is possible by taking bus number 37 

(direction ‘Nydalen T’), passing the closest bus station (‘Nydalen T’). The website where you 

can check Metro and bus departures is https://ruter.no/en/. 

https://ruter.no/en/
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Map of Central Station area:

 

Map of BI Norwegian Business School area: 
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Entrance BI Norwegian Business School: 
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Program overview 

 

Time   What 

09:30 – 10:00  Reception with tea and coffee 

10:00 – 10:15  Welcome and introduction 

10:15 – 11:00  Keynote prof. dr. Anders Dysvik: “Introduction to Leadership 

research” 

11:00 – 11:15  Discussion 

11:15 – 12:00  Keynote prof. dr. Nicky Dries: “Time (pressure) management during 

your PhD project” 

12:00 – 12:15 Discussion 

 

12:15 – 13:30 Lunch break 

 

13:30 – 16:00 Workshops 

 Stream 1: Leadership (dr. Cécile Emery) 

  Stream 2: Job-design, careers, and employability (prof. dr. Nicky Dries) 

Stream 3: Performance and pro-active behavior (prof. dr. Anders 

Dysvik) 

Stream 4: Well-being (dr. Jonathan Booth) 

16:00 – 17:00  Wrap-up and transfer to congress venue for opening ceremony 
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Speakers and workshop chairs 

 

Prof. dr. Nicky Dries is a Research Professor at the KU 

Leuven, Faculty of Business and Economics. She was a 

visiting scholar at the VU University Amsterdam, at University 

of Tilburg, at Wirtschaftsuniversität Vienna, at Reykjavík 

University, and a Fulbright scholar at Boston University 

School of Management. She has published articles in multiple 

international journals, and is on the editorial board of the 

Journal of Vocational Behavior and the European Journal of 

Work and Organizational Psychology. Her primary research 

interests are talent, potential, and success - and more generally, 

the interplay of organizational - strategic and individual-

psychological factors in shaping careers. 

 

Prof. dr. Anders Dysvik is a professor of organizational 

psychology at BI Norwegian Business School. He received his 

Ph.D. from BI Norwegian Business School. His research 

interests include human resource management  (training and 

development, pay systems, performance management,  

supportive HR practices, temporary employment), 

organizational behavior (motivation, stressors, work 

performance, helping behaviors, turnover, knowledge sharing), 

and leadership (perceived supervisor support, LMX). His work 

has been accepted for publication in journals such as Academy 

of Management Journal, Journal of Management Studies, The 

Leadership Quarterly, Journal of Vocational Behavior, Human 

Resource Management, British Journal of Social Psychology, 

International Journal of Human Resource Management and European Journal of Work and 

Organizational Psychology.  
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Dr. Jonathan Booth is Assistant Professor of 

Organizational Behavior and Human Resource 

Management at the London School of Economics. He 

received his Ph.D. in human resources and industrial 

relations at the University of Minnesota's Carlson School 

of Management. Prior to pursuing his PhD, he was a 

consultant in information technology, change 

management, and training development for firms such as 

Intel, Marriott International, and Wells Fargo. He also 

has a BS in business administration from Georgetown 

University, Washington, DC. His research interests are in 

the areas of workplace violence and aggression, conflict 

management, employee volunteering and corporate social responsibility, and union 

membership and participation. 

 

Dr. Cécile Emery is senior lecturer at the University of 

Greenwich. Prior to this, she was a fellow at the London 

School of Economics & Political Science (LSE). Cécile 

obtained her PhD in Management with Summa Cum 

Laude from the University of Lugano (Switzerland) in 

2010. As part of her PhD, she spent a research period as 

Visiting Scholar at Virginia Tech. Her PhD research 

used advanced social network techniques to investigate 

leadership emergence, that is, the process during which 

some individuals are recognized as leaders by the rest of 

the group although they do not have any formal 

authority. She has published numerous works on this subject in top-ranked international 

journals in the field of organizational behavior and social networks. 
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Workshops 

 

Participants stream 1 - Leadership: Jacoba Oedzes, Nicole Alexy, Katja Babič, Jana 

Kolářová, Per-Magnus Thompson, Sofya Isaakyan, Christina Habl, Aleka MacLellan, Ravit 

Oren, Franziska Schoelmerich, Michelle Lee, and Sanne Feenstra.  

Participants stream 2 - Job-design, careers, and employability: Franziska Dittmer, 

Christina Wessels, Jessica Londei-Shortall, Melissa Vink, Anna Stertz, Elena Essig, Winnie 

Yang, Friederike Doerwald, Jennifer Chavanovanich, Sofija Pajic, Eloisa Federici, Luisa 

Barthauer, Gordana Abramovic and Lien Vossaert. 

Participants stream 3 - Performance and pro-active behavior: Jakob Mainert, Kristina, 

Paul van der Laken, Hoa Do, Machiel Bouwmans, Nataliya Pylat, Kiki de Jonge, Helena 

Martins, Renske van Geffen, Inge Wolsink, Maruska Strada, Hannah A. Berkers, Jana Keil, 

and Brian Doornenbal. 

Participants stream 4 - Well-being: Morteza Charkhabi, Yarid Ayala, Samantha Penney, 

Pablo Alonso Peña, Anniken Grønstad, Iselin Reknes, Mats Glambek, Gintare Visockaite, 

Øystein Løvik Hoprekstad, Janne Kaltiainen, Andrea M. Reina-Tamayo, and Wouter 

Vleugels. 
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Workshop Leadership  

 

Facilitator: Prof. Cécile Emery  

Number of participants: 12 

Keywords: Emergence of leadership, hierarchy, LMX, leadership behavior 

 

1. Jacoba Oedzes (j.oedzes@rug.nl) - University of Groningen 

The Emergence of Informal Hierarchy in Formally Egalitarian Groups: Is Hierarchy 

Inescapable? 

Organizations have long imposed strong formal hierarchies to facilitate group coordination 

and decision making. However, more egalitarian group structures have become increasingly 

popular and are now often preferred over strong hierarchical structures. Theorists have 

suggested, however, that hierarchy is an inevitable feature of human groups. That is, humans 

have a strong need for certainty and structure in their environment and are therefore 

hardwired in their preference for hierarchical differentiation in social settings. During my PhD 

project, I investigate the emergence and development of informal hierarchy in groups. More 

specifically, I propose that formal hierarchy is an important antecedent of informal hierarchy 

in groups, such that informal hierarchy is stronger when formal hierarchy is weak or even 

absent. In a first set of studies, we have found empirical support for this proposition in both an 

experiment and a field study. Further research during the project will focus on 1) the stability 

of individual positions within hierarchies over time and 2) the impact of different hierarchical 

configurations on group outcomes (e.g., group performance, group member satisfaction). 

 

2. Nicole Alexy (nicole.alexy@unibw.de) - University of Munich 

What would Leadership be without Leaders? A philosophical and theoretical Exploration of 

Leadingship 

In present research, the concept of leadership is characterized more by its plurality as by its 

precise definition: It can be a function that one person inherits or a process that emerges 

through lower level interactions. I started asking myself how exactly the different 

understandings of leadership influence leadership research and what are the implications. In a 

nutshell, my dissertation aims to examine the phenomenon leadership, more specific 

leadership research, from a philosophical and theoretical perspective in order to answer the 

following questions: (1) How do philosophical assumptions of researchers influence 

leadership understandings? How do these different philosophical assumptions effect the 
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generation of knowledge? (2) Can a new theoretical framework represent the plurality in 

leadership research and if yes, how? (3) Which philosophical considerations need to be made 

when introducing a new framework for leadership research? (4) What implications for future 

research result from the previous considerations? 

Specifically, this means that I am introducing a theoretical framework called Leadingship, 

which incorporates traditional Leadership (Leadership as a function embedded in hierarchical 

structures) and Interactionship (leadership approaches that view leadership as a process, 

which emerges through the interaction of agents in heterarchical structures). The idea is that 

Leadingship describes the phenomenon on a higher level emergent out of the interplay of 

Leadership and Interactionship. However, because this entails that research across different 

philosophical perspectives have to be connected, there is a need for more differentiated 

analyses on a philosophical level. Resulting from the previous analysis implications for future 

research will be discussed. 

 

Katja Babič (katja.babic@ef.uni-lj.si) - University of Ljubljana 

Knowledge hiding and prosocial motivation across levels, sectors, and cultures   

Purpose 

Knowledge hiding among employees frequently occurs in today’s competitive organizational 

realities, and is a pressing matter at the workplace. It has been documented at the individual or 

dyadic level, but we expect that it also occurs as well as a team-level phenomenon. The aims 

of research are as follows: Firstly, focused on in the individual and then at team-level 

knowledge hiding as a composition-based emergent multi-level construct. Secondly, to 

examine team-level boundary conditions that influences team-level knowledge hiding. 

Specifically, prosocial motivation of team members as well as both economic (ELMX) and 

social leader-member exchange (SLMX). In research we focus on research on the reasons 

why people still hiding their knowledge even though they working together as a team for a 

while. All above mentioned observed at the individual level, at the team level in organizations 

and as well as in the academic world, and how does this process differ between cultures.   

Research/Practical Implications  

Research has several contributions. It is the first to conceptualize and measure team-level 

knowledge hiding using emergence aggregation approaches. This research is the first who 

show the predictive roles of both social- and economic-leader-member exchange as well as 

team-level prosocial motivation as direct predictors of knowledge hiding. In research is 
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discussed the remedies that can be applied when team members exhibit low levels of 

prosocial motivation. 

 

3. Jana Kolářová (jana.kolarova@vse.cz) - University of Economics, CZ 

Liberating leadership embedded in recent findings of organizational psychology 

The paper aims to review current theorizing and empirical evidence of organizational 

psychology in connection with liberating leadership (Getz, 2009). This term is relatively new 

and relates to initiative-freeing radical organizational forms where employees are granted 

complete freedom. There are many questions to be further discussed: how is the link between 

leadership and organizational outcomes influenced by liberating leadership approach? How 

does it influence mediators as the performance of followers, the team they compose and the 

organization in which they are embedded? Kaiser, Hogan and Craig (2008) invite researchers 

to focus more on organizational outcomes and on the characteristics of leaders whose teams 

and organizations beat the competition. This study seeks to understand whether liberating 

leadership can be associated with certain effects and to what conditions it is appropriate. 

Furthermore, the paper looks into the relationship with employee-organizational relationships, 

perceived supervisor support, mastery climate and commitment-based HR processes. Does 

liberating leadership provide context conducive to put the recent organizational psychology 

findings better into practice? Finally, an empirical research conducted in the Czech Republic 

is intended to be part of the PhD thesis. 

 

4. Per-Magnus Thompson (Per-Magnus.Thompson@bi.no)  - BI Norwegian Business 

School 

Do Opposites Attract or Does Like Attract Like in Leader‐Follower Relationships?  

Purpose 

Building on Bowlby’s attachment theory, we aim to examine how different combinations of 

attachment styles in leaders and followers are related to relationship quality (LMX) and 

authentic leadership (AL). 

Design/Methodology 

Survey data is to be collected from leader‐follower dyads in a variety of work settings. 

Expected results 

We expect that attachment style congruence predicts better relationship quality and perceived 

AL under conditions where basic psychological needs satisfaction in the work place is high 

for both leader and follower. However, we expect that secure attachment style, in contrast to 
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anxious and avoidant styles, predicts better relationship quality and perceived AL under the 

conditions of low levels of basic psychological needs satisfaction. 

Limitations 

Data collection has started and is to be completed within the end of 2014. 

Research/Practical Implications 

The study contributes to theory building in the followership, AL, LMX, and attachment 

literature. This research describes and explains underlying mechanisms in interpersonal 

relationships at work, using a well‐established framework within psychology. 

Originality/Value 

This study: 1) empirically examines, for the first time, the theoretical model of congruence 

proposed by Keller (2003); 2) empirically examines, for the first time, Hinojosa et al.’s (2014) 

theoretical model postulating the superiority of secure attachment style in leader‐follower 

dyads, in particular related to authentic leadership; 3) compares and predicts under which 

conditions Keller’s congruence model is the better, and under which conditions Hinojosa et 

al.’s model is the better, by introducing a moderator variable (basic psychological needs) 

likely to facilitate activation or deactivation of attachment behaviors. 

 

5. Sofya Isaakyan (s.isaakyan@maastrichtuniversity.nl) - Maastricht University 

When to speak up? The role of context in managerial responses to employee voice behavior 

As the business environment becomes more dynamic and unpredictable, organizations 

increasingly depend on the input of their employees (e.g., improvement-oriented suggestions). 

However, leaders sometimes react in dysfunctional ways to employee input. Unfortunately, 

we know relatively little about the factors that influence a leader’s openness to employee 

voice. To make progress on these issues, this dissertation investigates how, when, and why 

leaders react favorably or dysfunctional to employee voice. In the first chapter, I use social 

exchange and attribution theories to build and test a model outlining the effects of leader-

member exchange (LMX) on managerial responses to employee promotive and prohibitive 

voice, with implementation of event-based methodology. In the second chapter, I develop 

hypotheses on how public/private context in conjunction with promotive and prohibitive types 

of voice moderates the effects of LMX on managerial responses. For this study, we use an 

experimental 2 x 2 x 2 between–subjects design. In the third chapter, drawing from feedback-

seeking literature, I propose that the image-threat mediates the relationship between voice and 

managerial responses in a public context. To test this mediated moderation hypothesis, I 

anticipate collecting lagged, cross-sectional survey data. The present dissertation extends 
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prior work on voice by showing how the relational aspect between a manager and an 

employee may influence leaders’ openness to employee input. Our research fills another 

theoretical gap in the literature by being the first to empirically study whether and how 

managers’ responses towards voice differ depending upon whether employees speak up in a 

public or private setting. 

 

6. Christina Habl (christina.habl@uni-bamberg.de) - Otto-Friedrich-Universität 

Do daily leader-member exchanges (LMX) impact employees’ daily well-being at work? A 

diary perspective 

Supervisors play a crucial role in employees’ daily working life. They are an important source 

of how employees perform but also how employees feel at work (Eberly & Fong, 2013). 

Especially the quality of the supervisor-subordinate relationship (i.e. leader-member 

exchange, LMX) was found to influence employees’ work-related well-being (e.g., Dulebohn, 

Bommer, Liden, Brouer, & Ferris, 2012; Gerstner & Day, 1997) such that employees having 

high-quality relationships with their leaders experience less stress (e.g., Lawrence & Kacmar, 

2012), decreased work tension (e.g., Brouer & Harris, 2007), and reduced burnout (e.g., Son, 

Kim, & Kim, 2014). However, studies concentrating on the relationship between LMX and 

employee well-being are still rare and besides mainly based on employee self-reports and 

cross-sectional data (c.f. Erdogan & Bauer, 2014). The cross-sectional nature of these studies 

implies that LMX and employee well-being are stable variables across time. Indeed, recent 

research accentuate the dynamic nature of leadership behavior (Breevaart et al., 2014; Tims, 

Bakker, & Xanthopoulou, 2011) and well-being (Bono, Glomb, Shen, Kim, & Koch, 2013; 

Ilies, Dimotakis, & De Pater, 2010). The aim of this dissertation, therefore, is (1) to examine 

the relationship between daily leader-member interactions and employees’ daily well-being at 

work by means of a diary study and (2) to use physiological measures of employee health and 

well-being (i.e. systolic blood pressure) over and above psychological ones (i.e. job 

satisfaction, work tension, and emotional exhaustion). 

 

7. Aleka MacLellan (alekamaclellan@gmail.com) - Saint Mary’s University, Canada 

There is an extensive body of literature that considers how leaders in organizations affect the 

behaviours and attitudes of subordinates (e.g., Barling, Christie, & Hoption, 2011). However, 

less attention has been directed at how the motivation of leaders can impact the motivation of 

subordinates. The proposed research aims to address this gap in the literature by examining 

the extent to which motivation is contagious in organizations. Study 1 will use a longitudinal 
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research design to examine the differential effects of leaders’ motivation on the motivation of 

their subordinates. Specifically, data will be collected from approximately 50 leaders and 100 

subordinates at five time points. Participants will complete measures of motivation for 

transformational leadership (MFTL; Gilbert, Horsman, & Kelloway, 2014), work motivation 

(MWMS; Gagne et al., 2014), and work-related basic needs satisfaction (Van den Broeck, 

Vansteenkiste, De Witte, Soenens & Lens, 2010). Study 2 will assess the effects of an 

intervention designed to increase leaders’ autonomous forms of motivation for work and 

transformational leadership, as well as work-related basic needs satisfaction and autonomous 

motivation of subordinates. Leaders will be assigned to either an intervention or wait-list 

control group and all participants will complete a baseline and two follow-up questionnaires 

comprised of the aforementioned measures. Findings from both studies should demonstrate 

that leaders’ motivation for transformational leadership and work motivation predicts the 

work-related basic needs satisfaction and work motivation of subordinates. 

 

8. Ravit Oren (ravito@oftov.co.il) - University of Haifa, Israel 

The role of empathy, customer orientation, and work engagement in the relationship between 

servant leadership and customer-oriented organizational citizenship behaviors 

The research suggests that customer orientation and work engagement mediate the 

relationship between servant leadership and employees' customer-oriented organizational 

citizenship behavior. It was also expected that the relationship between servant leadership and 

employees’ customer orientation would be stronger under high levels of employee empathy.  

The study used questionnaires administered to employees working in 20 branches of a 

large bank in Israel. A total of 151 workers responded to the questionnaires, which were 

administered at two time points to minimize the common source bias. 

Analyses of mediation-moderation effects support the mediation model, indicating that 

customer orientation and work engagement mediate the relationship between servant 

leadership and customer-oriented organizational citizenship behavior. However, contrary to 

expectations, the relationship between servant leadership and customer orientation was 

stronger under low levels than under high levels of employee empathy.  

The results suggest that servant leadership may be important in the service context as 

such leaders provide role modeling so that employees behave toward customers in the same  

way as the leader behaves toward them, thereby performing above and beyond their job 

requirements (Russell & Stone, 2002( . Practically speaking, the study indicates that the 
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selection of personnel for service leadership positions can benefit from considering the 

candidates' inclination toward servant leadership.  

Our findings stress the importance of focusing research attention on the role of leadership 

in fostering customer orientation and work engagement throughout the organization. Further 

research would be required to deepen the understanding of the variables that moderate the 

effect of servant leadership. (e.g., LMX). 

 

9. Franziska Schoelmerich (f.schoelmerich@srh-hochschule-berlin.de) - Technische 

Universität Braunschweig 

Diversity in teams 

My research focuses on diversity in teams. In an attempt to broaden the research approach 

towards diversity, I am interested in the concept of diversity faultlines, which considers the 

combination of multiple diversity attributes to explain team processes and outcomes. Previous 

research shows that diversity faultlines have a negative impact on team cohesion or 

performance. Within my PhD project, I aim to do a thorough investigation of influencing 

factors and consequences of diversity faultlines in teams. More specifically, I examine the 

relation between diversity faultlines and consequences such as social loafing or well-being in 

teams. In addition, I want to find out which influencing factors are relevant to turn diversity in 

an asset despite strong faultlines. Therefore, I examine the impact of both leaders’ and 

members’ diversity beliefs or different leadership styles on the relation between diversity 

faultlines and outcomes such as performance. I have collected data in various settings (e.g., 

student samples, teams in international organizations). I am interested in sharing my 

experiences with other PhD students, in learning from others, and in establishing research 

cooperations. 

 

10. Michelle Lee (michelleleecc@gmail.com) -  

Looking from Organizational Culture and Leadership Styles in Determining Work Outcomes 

through Job Characteristics. 

Job characteristics can affect employees in a positive or negative ways, especially on research 

focusing on mental health of employees (Kahya, 2007; Shannon, Robson, Joanna, & Sale, 

2001). While most studies on job characteristics looked at it as an antecedent (Doi, 2005; 

Lambert, Tolar, & Hogan, 2007; Mustapha, Ahmad, Uli,   & Idris, 2010; Taris & Feij, 2004), 

there have not been much improvements nor extensions of job characteristics model (Morris, 

& Venkatesh, 2010). Some studies also noted job redesign did not improve employees’ 
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outcomes (Warren, Carayon, Hoonakker, & Swanson, 2002). Such findings leads to recent 

trend looking at the relation upper levels affecting job characteristics from organizational 

factors such as studies done by Kahya (2007). Shafaee, Rahnama, Alaei, and Jasour (2012) 

who looked at organizational structure. These organizational structure includes organizational 

culture and leadership style. It becomes more important to investigate when such topics were 

not well researched in the Asian context (Ojo, 2012). System factors distinguish between 

enabling if organizational culture encourages high performance workplace, and coercing if 

organizational culture inhibits high performance workplace (Adler, & Borys, 1996; Williams, 

2002). Particularly in leadership styles, while transformational leadership and transactional 

leadership has been the leadership type for research for many decades, empowering leadership 

has become focus of studies in leadership styles (Burke et, al., 2006; Pearce & Sims, 2002). In 

all, the study would investigate organizational level (organizational culture and leadership 

styles) influences on job characteristics and work outcomes using longitudinal and multilevel 

approach. 

 

11. Sanne Feenstra (s.feenstra@rug.nl) - University of Groningen  

When and How Power corrupts: The Role of the Powerful and Powerless in Contributing to 

the Corrupting Force of Power 

Leadership and power are interconnected constructs. Although one can have power without 

being a leader, a leader almost always makes use of power. Throughout history, however, 

many have argued that power corrupts (Acton, 1887; Kipnis, 1972). Consistent with this 

negative image of power empirical research has identified numerous corrupting effects of 

power (e.g., Georgesen & Harris, 1998; Maner & Mead, 2010). In a world with substantial 

power differences, where powerful leaders make decisions that affect millions of lives, it is 

crucial to fully understand how power influences leaders’ (un)ethical behaviors. Therefore, 

this dissertation examines the relationship between power and (un)ethical behavior. In a first 

set of studies, I found that powerful leaders experience increased stress and show less ethical 

leadership behavior when their position in the organizational hierarchy was unstable. My next 

project will examine the role of the powerless and aims to show that the powerless license 

power-holders to act unethically thereby contributing to the corrupting force of power. 
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Workshop Job design, careers, and employability  

 

Facilitator: Prof. Nicky Dries 

Number of participants: 14 

Keywords: Job crafting, identity management, mentoring, career, self-regulation 

 

1. Franziska Dittmer (franziska.dittmer@alanus.edu) - Alanus University, DE 

Leave it, love it or change it–identity management strategies of sustainability-oriented 

employees in the workplace 

The aim of my PhD project is to explore intra-personal tensions of employees who intend to 

integrate their sustainability-oriented identities at work but are hindered by a conflicting 

organizational strategy, culture or structure (Aguilera et al., 2007; Hahn et al., 2014). 

Ramarajan and Reid (2013) describe this phenomenon as a combination of personal identity 

integration preferences and work-related exclusionary pressures, leading to nonwork identity 

management strategies (such as complying, resisting or inverting). Based on qualitative semi-

structured interviews with 20 sustainability-oriented employees, I explore how they negotiate 

tensions between their identity preferences, their personal sustainability agenda and 

organizational factors through positioning analysis (Bamberg, 1997). The empirical results are 

compared with the strategies proposed by Ramarajan and Reid (2013) and reveal personal 

attempts for identity integration and separation as well as identity management strategies 

when integration is constrained by organizational factors. We found that employees apply a 

mixture of strategies and adjust their strategies over time. As with Wright et al. (2012), some 

employees preferred an exit strategy by leaving their employer and becoming eco-

entrepreneurs. In accordance with Creed et al. (2010), we found evidence for identity work as 

enabler of change agency that challenges conventions of unsustainable organizational 

practices. The results indicate that enabling identity work and identity integration of 

employees serves as a driver of bottom-up sustainability initiatives in organizations. Research 

on nonwork identity management strategies is currently only conceptual. We provide first 

empirical data based on Ramarajan and Reid’s framework and extend its scope. 

  

2. Christina Wessels (wessels@rsm.nl) - Rotterdam School of Management 

New ways of working and work engagement: the role of time-spatial job crafting.  

In the new world of work, time-spatial flexibility has become a popular approach to 

redesigning work in which employees are given more flexibility regarding where and when to 
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work. Whilst the adoption of such practices is mainly considered a top-down approach to 

work design, we argue that successful utilization of perceived time-spatial flexibility requires 

proactivity on the part of the employee in the form of time-spatial job crafting. Drawing on 

research from work design and occupational stress, particularly the job demands-resources 

literature, we argue that perceived time-spatial flexibility is likely to have both negative and 

positive consequences for employee well-being, depending on the needs of the employee. In 

order for employees to profit from perceived time-spatial flexibility, time-spatial job crafting 

– a context-specific form of job crafting – can be seen as a strategy for staying well and being 

productive. We propose a theoretical model of time-spatial job crafting in which we explain 

what effect perceived time-spatial flexibility has on employee well-being (work engagement 

and exhaustion) and employee productivity; discuss how employees can use time-spatial job 

crafting to gain most from perceived time-spatial flexibility and avoid its downsides; and 

throw light on possible antecedents of time-spatial job crafting. 

 

3. Jessica Londei-Shortall (j.londei.shortall@gmail.com) - Université de Montréal 

My research is on job crafting, which concerns elements that employees can change in order 

to increase meaning and thriving at work (Wrzesniewski & Dutton, 2001). Job crafting has 

been studied through competing models, and the aim of my research is to list all models and 

put forward the most parsimonious and valid model possible. So far, I have identified 5 job 

crafting dimensions: cognitive crafting, task crafting, relational crafting, developmental 

crafting and environmental crafting. I also aim to identify which of these job crafting 

dimensions best predict job crafting outcomes: employee psychological health, performance, 

meaning at work and person-job fit. I will conduct two studies in my thesis: the first is a 

cross-sectional correlational study which will validate the structure of the theoretical model 

postulated above and identify the strength of the links between job crafting and its outcomes. 

300-500 participants from different professions will fill in the first survey. The second study 

will be experimental (RCT with control list) in order to verify the effect of a job crafting 

intervention on the modification of job crafting behavior and its outcomes (employee 

psychological health, performance, meaning at work and person-job fit).  

For the moment, the design will be pre-post, but I am considering including daily diaries, and 

would be very interested in interacting with students who use daily diary studies, in link with 

psychological health (including engagement) and performance. I would also be interested to 

exchange with people testing interventions in their theses. 
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4. Melissa Vink (melissa.vink@tno.nl) - TNO, The Netherlands 

Job Gravitational Effects of Employee Regulatory Focus  

Job gravitation refers to labour market correctional behavior in which ‘individuals, over the 

course of their labour market experiences, sort themselves into jobs that are compatible with 

their interests, values, and abilities.’ (Wilk et al.,1995; p. 79). It posits that employees will 

actively seek a better degree of person-job fit by, for instance, crafting their job or changing 

jobs and/or the industry. In this study we examine the extent to which employee regulatory 

focus (Higgins, 1997), i.e. promotion-focus or prevention-focus, gravitates employees 

towards jobs with either promotion-oriented or prevention-oriented task characteristics such 

as task variety (Smith et al., 2009), job complexity (Wilk & Sackett, 1996) and regulatory task 

focus (Van Dijk & Kluger, 2011). We use Dutch LISS-panel data (Scherpenzeel & Das, 2010) 

containing 1636 respondents. Data from an 18-item scale on regulatory focus (Lockwood et 

al., 2002) was merged with LISS-data containing work task data (Ter Weel, 2013), collected a 

year later. Results show that, controlled for sectoral/occupational characteristics and work 

experience, the degree to which employees hold a promotion-focus relates significantly to 

more task variety and more task complexity in their job. An individual’s prevention-focus 

relates significantly to having a job with less task complexity. Furthermore, a prevention–

focus relates to having jobs with a higher proportion of prevention-oriented tasks. For 

promotion-focus there’s no relation with a higher proportion of promotion-oriented tasks. 

Findings support the job gravitational effects of employee regulatory focus as a psychological 

driver of work adjustments and/or job change. 

 

5. Anna Stertz (Stertz@psych.rwth-aachen.de)  - RWTH Aachen 

Working women can’t be great moms – Gender-role attitudes and couple’s career decisions 

after childbirth 

According to traditional gender-role attitudes, in particular during the child’s first years, 

mothers are regarded to be irreplaceable and maternal employment is considered a risk factor 

for children’s positive development. The present research investigates the impact of 

traditional gender-role attitudes on mothers’ and fathers’ parental leave decisions and on 

working hours after the birth of a child. The present dyadic analyses are based on 138 

couples; measurement points took place during pregnancy, 6, 12 and 24 months after 

childbirth. We used the Actor-Partner Interdependence Model (APIM) to account for 

interdependencies between spouses. Mothers who held traditional gender-role attitudes took 

longer maternity leaves and fathers with traditional attitudes took shorter paternity leaves. 
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Additionally, results show that fathers’ gender-role attitudes play a crucial role for mothers’ 

work involvement: Women whose partners held more traditional gender-role attitudes stayed 

at home longer after childbirth and worked fewer hours after re-entry than women with more 

egalitarian partners. Overall, this research highlights the importance of couple dynamics, that 

is, partners’ genderrole attitudes, to explain work involvement decisions after childbirth. 

 

6. Elena Essig (essig.elena@gmail.com) - Université François Rabelais 

The developmental process of psychological ownership in the French Air Force 

The feeling of psychological ownership is "that state where an individual feels as though the 

target of ownership (or a piece of that target) is theirs (that is, it is mine)" (Pierce et al., 2001). 

Especially in Western countries, the feelings of ownership dominate the human well-being 

and the societal functioning. These feelings can play a crucial role in the architecture of our 

emotions, attitudes and behavior. This construct makes it possible to understand and manage 

conflict situations, increase employee performance, enhance organizational culture and 

manage resistance to change. 

Researchers seem to show increased interest in the phenomenon of psychological ownership. 

Since the first publication in 1991 by Pierce, Rubenfeld and Morgan, over 70 scientific papers 

have been published on this subject. However, they mostly focus on the antecedents and 

consequences of psychological ownership, without taking into account its temporal and 

evolutionary aspects. 

Building up on a review of multidisciplinary literature, a longitudinal research is conducted to 

study the process of development of psychological ownership. In cooperation with the French 

Air Force, our study represents a mixed methods research (Davis et al., 2010). The qualitative 

study consists of 60 individuals who are interviewed at two different stages of their career. 

The quantitative study samples 250 individuals who fill out a questionnaire at three different 

stages of their career. The cross-examinations of the results will allow us to identify the 

elements that contribute to the development of psychological ownership. 

 

7. Winnie Yang (wei-ning.yang@mbs.ac.uk)                  University of Manchester 

The Impact of Age and Unmet Expectations on Career Plateaued Employees 

Purpose. 

The changing working environment and extension of the retirement age suggest that many 

will inevitably reach a career plateau, a stage where people regard future promotions as 

unlikely, or no longer feel challenged at work. The aim of the present study is to examine how 
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employees' age and their unmet expectations may modify the negative relationship between 

career plateau and work attitudes and job performances. 

Design/Methodology.  

Data were collected from 530 working individuals from various industries using online 

questionnaire. Hierarchical multiple regression was performed to examine the mediating 

effect of employee unmet expectations toward promotion and challenge, and the moderating 

effect of age on the relations of career plateau and work outcomes such as job satisfaction, 

organisational commitment, turnover intention, and job performances. 

Results.  

Employee unmet expectations partially mediate the relationship between career plateau and 

work attitudes, but not job performances. This suggest career plateaued employees have more 

negative work attitudes partly because their expectations regarding promotions or job 

challenges were not fulfilled. Results also show age is not a significant moderator, which 

suggest perceptions of career plateau and their work attitudes do not differ across age. 

Limitations.  

Cross-sectional data were collected, which suggest causal inferences cannot be made. 

Research/Practical Implications.  

Organisations should not neglect employees of any age group, and should find alternatives in 

keeping their expectations at a realistic level when managing career plateaued employees. 

Originality/Value.  

This study offers new explanations to the unfavourable work attitudes of plateaued 

individuals and provides insights on the influence of age. 

 

8. Friederike Doerwald (f.doerwald@rug.nl) - University of Groningen 

A lifespan model of workplace mentoring 

Mentoring is an effective way of transferring valuable competencies and knowledge from one 

person to another. Mentoring is also a frequently mentioned but understudied strategy to 

utilize and retain the growing number of older workers. The current project seeks to 

understand under which conditions older workers are effective mentors and can be engaged 

by obtaining mentoring opportunities in order to increase individual and organizational 

productivity. To this end, the project introduces a lifespan model of mentoring that highlights 

a combination of (1) emotional abilities, (2) generativity motivation, and (3) organizational 

opportunities to mentor as mechanisms linking mentor age to positive outcomes. The model 

will be tested in a series of projects with complementary research designs. In the first project, 
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we will conduct a literature review on emotional abilities across adulthood and their 

implications for the work setting. The second project, a longitudinal study within a local 

mentoring program, will test the proposition that successful mentoring (indicated by favorable 

task-related, affective, and motivational outcomes) hinges on a blending of the mentor’s 

emotional abilities with generative goals. Project 3 will evaluate an intervention to introduce 

mentoring opportunities in a cooperating healthcare organization in terms of positive mentor 

and mentee outcomes (performance-related, affective, motivational), taking into account 

mentor age, mentor characteristics (emotional abilities, generativity), and mentee 

characteristics (e.g., personality traits).  The research will give new directions to mentoring 

theory and show how organizations can increase their competitive advantage by tapping older 

employees’ potential for mentoring. 

 

9. Jennifer Chavanovanich (Chavanovanich@brunel.ac.uk) - Brunel University 

The Influence of Acculturation and Identification on Organizational Commitment of 

Immigrant Employees 

Highly-skilled immigrants have been increasingly employed as they can fill skill shortages 

and bring broader knowledge and expertise. However, cultural barriers can cause difficulties 

in adjustment and psychological distress, leading to poor performance and turnover. Despite 

the crucial role immigrant employees plays in workplace, the influence of ethnic identity and 

cultural adaptation on organizational commitment has been overlooked. To fill in this research 

gap, the present research highlights the importance of ethnic identity and acculturation on 

organizational commitment of immigrant employees. In study 1, immigrant employees in 

Thailand and England were examined in order to explore a cross-cultural comparison. The 

results showed that in both countries immigrant employees who integrate (i.e. maintaining 

their own heritage culture and adapting to the mainstream culture) report the highest level of 

affective organizational commitment. Type of organization also moderates the relationship 

between mainstream culture and organizational commitment in which mainstream culture is 

related to commitment more strongly in multinational organizations than in domestic 

organizations. Study 2 investigated ethnic identity of immigrant employees in Thailand. It 

was shown that the positive effect of ethnic identity salience on organizational commitment is 

mediated by organizational identification. Perceived ethnic similarity of coworkers also 

moderated the relationship between ethnic identity and commitment. Both studies suggest the 

importance of cultural training programs in enhancing organizational commitment of 

immigrant employees.   
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10. Sofija Pajic (S.Pajic@uva.nl) - University of Amsterdam 

Career Development as a Work in Progress: The Role of Dispositional Employability 

Since lifetime employment is no longer guaranteed, employability, capability of moving self-

sufficiently within the labor market (Forrier & Sels, 2003), becomes among the key 

contributors for coping with fluctuating careers. When approaching the literature on 

employability one of the major challenges concerns the volume of the literature coupled with 

the variety of contexts in which the word is used. Moreover, the authors within the field have 

been consistently pointing out the challenges pertinent to the credibility of the term derived 

from the overuse and ambiguity in its meaning. Therefore, this study has a double purpose. 

Firstly, we aim at contributing to the establishment of a clear conceptual framework for 

investigating employability within the context of individual career development. Secondly, 

we aim at focusing on dispositional employability (Fugate & Kinicki, 2008) and empirically 

investigating its effects on job related outcomes. Dispositional employability is considered as 

a constellation of individual differences that predispose employees to (pro)actively adapt to 

their work and career environment. Due to the changing nature of work, growing diversity, 

complexity and complicatedness of the tasks that are embedded in one’s job, investigating 

dispositional characteristics involved in individual adaptation to workplace transformations, 

as well as providing applicative insights for practitioners, becomes an imperative. 

 

11. Eloisa Federici (E.Federici@uva.nl) - University of Amsterdam 

Managing yourself in online courses: The role of self-regulated learning in Massive Open 

Online Courses 

The purpose of this study is to understand the role of motivation to learn in predicting student 

achievement through the implementation of self-regulated learning strategies in an online 

course. Self-regulated learning (SRL) refers to a student’s effort to manage learning processes 

systematically in order to achieve goals. Researchers emphasized the role of self-regulated 

learning in technology-mediated learning environments. Recent studies show some 

preliminary findings concerning the importance of students’ SRL to determine successful 

learning experiences in web-based courses. Furthermore, the high quality session data that can 

be gathered in online courses can significantly narrow the gap between instructional practice 

and cutting-edge self-regulation research, by providing alternative objective measures of both 

achievements and regulatory behaviours. Overall, the objective of this study is to examine the 

concurrent development over time of motivational, behavioural and self-regulatory variables 

in order to predict and explain successful learning outcomes in online courses. 
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This study is part of a broader PhD project aimed at investigating the self-regulatory 

mechanisms behind the acquisition and transfer of knowledge in work-related training 

programs. Nowadays organizations are characterized by changing, dynamic environments, 

where the need for an adaptive workforce has become increasingly important. It is therefore 

crucial to understand the role of self-regulated learning mechanisms in enhancing the capacity 

of the workers to adapt to changing job requirements and to constantly update the knowledge 

needed to perform their jobs. 

 

12. Luisa Barthauer (l.barthauer@tu-braunschweig.de) - Hochschule Berlin 

Keep Calm and Multiplex? The Role of Multiplexity for Career Support in Developmental 

Ego-Networks 

Purpose 

This study’s objective is to analyze how multiplex relationships (i.e., dyads connected through 

at least two roles in their relationship such as friendship or colleagues) in researchers’ 

developmental networks relate to the given support within these networks. Furthermore, we 

looked at how different support types (i.e., career and psychosocial) relate to different roles 

(e.g., friendship or supervision) in developmental relationships.  

Design/Methodology 

We verified our assumptions by means of analysis of variance in a sample of 556 ego 

networks - a total of 4018 named alters - of German researchers from diverse fields (e.g., 

STEM, social sciences, arts, humanities, economics).  

Results 

Results revealed that career and psychosocial support rises with multiplexity. Psychosocial 

support however saturates with more than two roles in one relationship. In line with previous 

research, friends and kin seem to provide more psychosocial than career support, colleagues 

provide an almost equal amount of both, and supervisors provide more career than 

psychosocial support. 

Limitations 

The sample consists of German researchers for which reason the generalizability to other 

contexts requires future attention. Moreover, data are cross-sectional and gained through 

participants’ self-reports. 
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Research/Practical Implications 

The results show that it is important to look at multiple roles within developmental networks. 

Moreover, findings help individuals to strategically manage their relationships in their 

developmental networks. 

Originality/Value 

We integrate a multiple role related network parameter into research on support within 

developmental networks. Multiplexity in developmental networks may affect support in these 

networks, and related variables like career success, in general. 

 

13. Gordana Abramovic (gordana.abramovic@bi.no) - BI Norwegian Business School 

Purpose 

To learn more about the role of line managers (LMs) in inclusion of employees with 

immigrant background, this study proposes a model and tests the relationship between LMs’ 

individual characteristics and employee’s outcomes.  

Design/Methodology 

Study will be conducted in large Norwegian organization as cross-sectional survey 

administered to LMs and employees. LMs will provide data on diversity values and comfort 

(DVC), rational thinking style, contact with individuals with immigrant background and self-

other orientation, while employees will provide data on perceived supervisor support (PSS), 

perceived inclusion (PI), job embeddedness and turnover intention (TI). 

Results 

Hypotheses investigate whether LMs’ individual characteristics affect employees’ perceived 

inclusion and turnover, and which characteristics are most important. The strongest 

relationship is expected between LMs’ DVC and contact, and employees’ PI and TI, mediated 

by PSS.  

Limitations 

Data will be gathered at one point in time through self-reported questionnaire data. 

Generalizability of the findings should also be considered.  

Research/Practical Implications 

Multinational companies need to understand the crucial role of LMs with regard to integration 

efforts and policy implementation towards employees with diverse backgrounds. While large 

resources are used by both governments and companies to integrate diverse workforce, this 

study seeks to highlight the importance of LMs’ individual characteristics for these 

mailto:gordana.abramovic@bi.no
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individuals to feel included in their workplace, having implications for both selection and 

promotion processes for position of LM. 

Originality/Value 

The role of contact will be investigated in more detail, a new two-dimensional framework of 

inclusion will be used and a more complete model of turnover included. 

 

14. Lien Vossaert (lien.vossaert@ugent.be) - Ghent University 

The impact of a personalized organization on business results: A multilevel study of the 

mediating mechanisms and boundary conditions of I-deals.  

The world of work has changed and opportunities are provided for employees to craft their 

own job or negotiate with their managers about the properties and the structure of work 

(Oldham & Hackman, 2010).  Recognizing the transition from standardized work 

arrangements to more customized work arrangements, Rousseau (2001) introduced the 

concept of idiosyncratic deals or I-deals which refers to the personalized work arrangements 

that employees and employers negotiate to their mutual benefit (Rousseau, 2001, 2005). The 

customization of jobs through negotiation was found to be associated with increased proactive 

behaviors, affective commitment, OCB, and job satisfaction at the level of the I-dealer (Liu, 

Lee, Hui, Kwan, & Wu, 2013; Rosen, Slater, Chang, & Johnson, 2013; van der Meij & Bal, 

2013). Current research has mainly looked at the interplay between the organization and the I-

dealer and has thereby neglected the broader context in which I-deals are negotiated.  Given 

the importance of the context in which I-deals are negotiated and the value of taking multiple 

levels of analysis into account (Klein, Dansereau, & Hall, 1994), the central tenet of this 

research is to systematically examine the moderating and mediating mechanisms of 

customized work arrangements in a multilevel framework. By looking at the interplay 

between the organizational level, the team level and the individual level, we aim to clarify 

how the different levels interact to determine the success of I-deals within organizations. 
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Workshop Performance and pro-active behavior  

 

Facilitator: Prof. Anders Dysvik 

Number of participants: 14 

Keywords: Creativity, HR practices, organizational performance, individual performance, 

voice, proactivity, engagement 

 

1. Jakob Mainert (jakob.mainert@uni.lu) - COSA Institute 

The Role of Complex Problem Solving in Occupational Careers and Entrepreneurship - First 

Attempts to Achieve Content Predictive Validity for Occupational and Entrepreneurial 

Performance 

A shift from many hard-working people to fewer, smart-working people triggered a rethinking 

of the role of cognitive predictors beyond general intelligence in occupational careers and 

entrepreneurship. Complex problem solving (CPS) unfolds in successful interactions with 

nonroutine tasks, as they increasingly occur at work, and particularly in entrepreneurial work, 

where individuals are entering completely new grounds. Acknowledging its importance for 

workforce readiness, CPS has become a constituent of the Programme for International 

Student Assessment (PISA) and the organization-based LLLight´in´Europe project. Empirical 

findings support CPS as a reliable predictor of academic success beyond general intelligence. 

Extending the scope to work success, this project will evaluate whether CPS is adequately 

assessed, and an independent predictor of career and entrepreneurship outcomes. Three 

research objectives will be examined. Objective 1 will evaluate content validity of computer-

based CPS tests in modern careers and entrepreneurship on the basis of users’ acceptance (n = 

300) and n= 9 expert judgments. Testing n = 300 employees, Objective 2 hypothesizes CPS 

will predict career advancement, such as job level and training efforts beyond general 

intelligence. Testing n = 150 entrepreneurs, Objective 3 hypothesizes that CPS will predict 

business opportunities beyond general intelligence, prior knowledge, proactivity and self-

efficacy. Structural equation modeling will be the main statistical approach to uncover 

content, discriminant and predictive validity of CPS. Results will inform large-scale projects 

with an organizational focus, such as LLLight´in´Europe, whether CPS is a useful 

complement measure to their existing test-batteries. 
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2. Kristina (kristina.dorniak-wall@mymail.unisa.edu.au) - University of S-Australia 

Since the inception of creativity research, creativity has been thought of and described in 

terms of the 4Ps (Rhodes, 1962): Person, Product, Process and Press. Rhodes’ model 

suggested that all four ‘Ps’ should be examined as a system, however little subsequent 

research has adopted an holistic approach. This has led to fragmentation in the study of 

creativity and an abundance of knowledge on single aspects of creativity, but a lack of 

understanding of how all aspects of creativity (4Ps) interact in real-life settings. This paper 

reports preliminary findings of an exploratory study looking at the interactions of the 4Ps of 

creativity within a large government organisation in Australia. Participants (n=226) 

completed a series of questionnaires and psychometric assessment focussing on aspects of the 

4Ps such as personality questionnaires, measures of cognitive abilities, team work and 

environmental factors. Although this study only investigated one organisation, structural 

equation modeling identified relationships amongst aspects of the 4Ps. This study responds to 

calls for more empirical research in the area of creativity and innovation and provides a 

statistically supported model of innovation in organisations. Through understanding the 

interactions of the 4Ps of creativity, it is possible to influence alter behaviour, environmental 

factors or processes to enhance the capacity for innovation within organisations. This model 

could be used as a roadmap for future theoretical as well as practical studies. 

 

3. Paul van der Laken (Paul.vanderLaken@shell.com) - Tilburg University 

International mobility analytics within Royal Dutch Shell 

From an academic perspective, the global mobility theme is rather underdeveloped compared 

to other HR-related areas. Scholars have experienced difficulties measuring international 

performance and for a long time they grasped tightly to noisy proxies like expatriate cross-

cultural adjustment. Even though there has been a rise in the use of more objective outcomes, 

for instance failure rates, turnover and retention, even these constructs show some ambiguity. 

The actual added value of expatriation has yet to be measured and proven. 

Alike many multinational corporations, Royal Dutch Shell (RDS) sees the number of 

employees they send abroad increasing yearly, as are the total costs of their expatriation 

programs. With top-down pressures to press these mobility costs and the contemporary 

developments in HR, requiring investments to be more and more evidence-based, 

contemporary multinational organizations are urged to investigate the return on investment of 

their expatriation policies and programs. 
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With my PhD project, I aim to investigate what factors influence the objective performance of 

expatriates and international assignments, and whether the additional costs actually provide a 

return on investment. I currently have five projects running, of which the latter four are using 

data of RDS: a review on the measurement of expatriate performance and return on 

investment; an examination of performance variation during 28-day deepwater drilling shifts; 

an examination of performance variation between local and expatriate commodity traders; an 

examination of the impact of international experience on career paths of the top employees 

within RDS and the same examination of a two thousand employee cohort from 1980 on. 

 

4. Hoa Do (dohv@aston.ac.uk) - Aston Business School 

High-Performance Work Systems and Organizational Performance:  The Case of Vietnamese 

Service Sector  

Purpose – We conduct both qualitative and quantitative research to uncover unexplored issues 

regarding the efficacy of HPWS on organisational performance.   

Design/methodology – The qualitative study examines managers’ perceptions of HPWS in 

Vietnamese service organizations, based on a sample of 17 semi-structured interviews with 

managers through content analysis technique. The quantitative study develops a multilevel 

model of Vietnam-based HR practices to hypothesize mediation and moderation mechanisms 

linking HPWS to organizational performance, based on human capital, self-determination and 

organizational support theories. The hypotheses are tested using SEM with M-plus, based on a 

data set of 56 firms. 

Results – The former study provides evidence that HPWS impacts both employee outcomes 

(e.g., attitudes, productivity), and organizational performance (e.g., market performance). The 

evidence also establishes a linkage between HR practices and organizational innovation. The 

latter study demonstrates that HPWS can both directly and indirectly influence organizational 

performance via the underlying mechanisms of mediating and moderating influence.  

Limitations – Perhaps the main limitations of the study are its small sample size in qualitative 

data and cross-sessional design in quantitative data. Future research should deviate from these 

limitations.  

Research/ Practical implications – This study contributes to the strategic HRM literature by 

incorporating qualitative and quantitative data to gain insights into the mechanisms 

underlying the relationship between HPWS and performance, and also developing theoretical 

perspectives on the significance of self-determination and organisational support in shaping 

employee creativity. 
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Originality/value – This study enriches the HPWS literature by exploring important outcomes, 

employee creativity and innovation, and by, a non-western context.  

Keywords: High-Performance Work Systems, Self-determination Theory, Organisational 

Support Theory, Human Capital Theory, Employee Creativity, Innovation. 

 

5. Machiel Bouwmans (machiel.bouwmans@wur.nl) - Wageningen University 

Teams play an important role in organizations. Next to important ‘working units’, they are 

also important ‘learning units’, since by working together members also engage in team 

learning. Team learning consists of team level processes that generate change or 

improvements for teams, members or organizations and can be promoted or impeded by the 

organizational context in which teams operate. The influence of two factors of the 

organizational context is studied in this research project: 1) leadership practices and 2) HRM. 

Regarding the first, the influence of the leadership style of the team leader and the distribution 

of leadership on team learning is examined. Regarding the second, the influence of perceived 

intensity of ability, motivation and opportunity enhancing HR practices on team learning is 

analyzed. 

The influence of these factors on team learning is studied in the context of vocational 

education and training (VET) institutions, in which teacher teams are responsible for the 

implementation and quality of educational programs. This responsibility requires 

collaboration of teachers from different disciplines and learning from and with each other. 

To examine the relationship between organizational factors and team learning a mixed 

method approach is used, combining quantitative survey data with qualitative interview data. 

At the EAWOP conference the first results of the relationship between HR practices and team 

learning will be presented, based on survey data. For this, data was collected among 104 

teacher teams and an instrument to measure team based HR practices was developed and 

tested. 

 

6. Nataliya Pylat (n.pylat@gmail.com) 

The Competency Modeling Approach to HR management Education: a Ukrainian case study 

Competing in today’s global economy provides additional challenges to the HR function. The 

HR function is now looked to for expertise in designing organizations to increase 

competitiveness. To function effectively, HR professionals must master the necessary 

competencies and that mastery of HR knowledge comes from knowing the concepts, 

language, logic, research, and practices of HR. In order to increase integration between HR 
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policies and practices all around a world the transformation of HR function is extremely 

important in a cross-national comparative context. It is necessary to examine the impact that 

national culture value orientations have on the preference for the HR competencies. Therefore 

it is important to define the HR competencies that add greatest value to key stakeholders in 

Ukraine and to consider whether these competencies correspond to the general model of HR 

competencies. The sample is stratified into two groups (HR professionals and non-HR 

associates who are generally line executives and internal customers) which provide the 

opportunity to look at different perspectives regarding HR as a profession, and the 

competencies needed by HR professionals to be effective in their organization. The study is 

developed within a qualitative and quantitative research framework. Methods of data 

collecting include standardized questionnaires, and focus group discussion. The results of the 

research can determine how HR professionals develop important competencies in the most 

effective ways and determine how HR competencies and HR practices align to business 

performance in Ukraine. 

 

7. Kiki de Jonge (k.m.m.de.jonge@rug.nl) - University of Groningen 

Blended working: When, and for whom, does it work? 

The past years have seen the rise of blended working practices (BWPs): time- and location-

independent collaborations, facilitated by seamless integration of new ICTs into individual 

and joint work efforts. This development creates unprecedented opportunities for enhancing 

worker engagement and performance, yet also introduces new potential threats, resulting from 

the pressure to be constantly available. In this project, the key question is when, and for 

whom, blended working practices will work. We propose a multilevel model, stating that the 

effectiveness of blended working depends on (a) the individual needs of the employee, and (b) 

the extent that employees share a mental model (SMM) of the way in which BWPs can be 

fruitfully employed within teams. The model will be tested in a series of complementary 

research studies, building up from laboratory experiments that test the individual-level effects, 

to field studies that apply our model to actual teams working together for extended periods of 

time, and finally to devising and testing a SMM intervention. Moreover, in collaboration with 

external partners, we will conduct a large-scale longitudinal field study, allowing us to track 

the consequences of BWPs as they unfold in the field. Given the rapid development and 

widespread adoption of BWPs, a deeper understanding of the contingencies surrounding 

blended working effectiveness is clearly needed. This project contributes to this need, because 
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it will lead to a better understanding of how organizations can reap the benefits from BWPs 

without incurring the potential costs. 

 

8. Helena Martins (helenagmartins@gmail.com) - University of Porto 

Great expectations – The impact of worker perceptions of HRM in worker effort in a large 

Portuguese hospital 

People are arguably the most important asset for healthcare organizations. HR practices 

provide employees with concrete and visual evidence of the organisation’s intent to anticipate 

and meet their needs. When an organisation engages in HR practices that reflect investment 

in, and support of, its employees, it signals an intent to continue the social exchange 

relationship between the two. 

Drawing on the social exchange perspective and the norm of reciprocity we posit that 

employees that develop global beliefs concerning high organizational valuing of their well 

being and work  contribution will report higher work effort as to repay the organisation. 

This project aims at exploring the relationship between satisfaction with HRM practices and 

worker effort in a Hospital context. We propose that this relationship exists but it is mediated 

by the worker-organization relationship constructs, namely: job satisfaction, organizational 

commitment and organizational citizenship behaviour. 

Questionnaire survey gathered among a sample of 942 workers from a large Portuguese 

Hospital. Tests are being made concerning the relationships between the variables with 

structural equations modeling; psychometric scales have been validated, however, hypothesis 

testing is yet to be concluded. 

This study focuses the Hospital staff globally since although it is fairly consensual in the 

literature that customer satisfaction and quality of care in healthcare is associated with the 

overall service experience, there are little studies that include the non clinical staff and 

unqualified clinical hospital assistants. Further this study aims to look deeper into the 

relationship between HRM practices and worker effort, proposing a slightly different take on 

the “happy-productive worker hypotheses”. 

 

9. Renske van Geffen (R.E.vanGeffen@uva.nl) - University of Amsterdam 

A relational perspective on proactive behavior 

This PhD research aims to extend the existing research on proactivity by adding a relational 

perspective. The following two projects represent the starting point of the dissertation. 

Proactivity in teams 
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With this study I investigate an elaborate model of individual basic need satisfaction, team 

conflict, contextual team behaviors and team performance. The results showed that Conflict in 

teams related to the task is related to reflexivity that in turn enables the team to generate 

discretionary (performance) and non-discretionary (team proactivity) outcomes. Based on 

conservation of resource theory we suspected that especially for non-discretionary outcomes, 

relationship conflict would harm this process. 

Voice in meetings 

This study investigates the positive and negative effects these have on the behavior of 

coworkers. It is presumed that the observed act of voice of a coworker in meetings has an 

effect on the perceptions of the environment of the employee. An environment with high 

levels of voice may increase perception of relatedness as the coworker involves the employee 

in work activities, but at the same time may decrease the employee’s perceptions of 

competence and autonomy by prescribing a different way of working. Furthermore it is 

possible that an environment in which voice takes place has both positive and negative effect 

on an employee’s emotional states. I investigated these relationship by observing voice in 

meetings. The results show a number of positive and negative effects, acting at the same time. 

Keywords: proactivity, teams, voice, social interaction 

 

10. Inge Wolsink (I.Wolsink@uva.nl) - University of Amsterdam 

Cognitive and Affective Causes of Proactive Behavior 

My research focuses on proactive behaviors in organizations  (such as taking initiative, 

making suggestions for improvement, anticipating future problems , see Grant & Ashford, 

2008) and the cognitive and affective processes that guide these behaviors. Specifically, I 

investigate how cognitive ability (working memory capacity, see Fukuda, Vogel, Mayr, & 

Awh, 2010) and moods (Gross, 1998) influence proactive behavior, and whether effects of 

cognition and affect are different for people who are often proactive and people who are 

rarely proactive.  

The current view in the proactivity literature, is that since proactive behavior is such a goal 

directed and future focused behavior, cognitive abilities must play a role. Indeed, meta-

analyses show small positive relationships between cognitive ability and proactive behaviors 

(Thomas, Whitman, & Viswesvaran, 2010). However, in my first paper (2 field studies, 2 

experiments), I show that this relationship is presumably only there because cognitive ability 

predicts the effectiveness (quality) of proactive behavior, not because ‘smart’ people are more 
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proactive. Furthermore, cognitive ability only predicts the quality of proactive behavior when 

people are rarely proactive. 

One of the conclusions about the underlying cognitive processes of proactive behavior is that 

the role of cognition seems to decreases with practice. The second paper is about underlying 

affective processes in proactive behavior. In an experimental setting, I investigate whether 

people with proactive personalities (vs. people with passive personalities) react differently to 

negative emotional stimulation (pictures, music), show different physiological reactions in 

response to situations where there is a need for proactive behavior, and whether they use 

proactive behavior to regulate negative moods. 

 

11. Maruska Strada (m.strada3@campus.unimib.it) - University of Milano-Bicocca 

The issue of environmental sustainability (ES) has become an unavoidable challenge today 

faced by organizations. Many formal tools have become available (e.g. certifications and 

environmental labels). However, to really embed sustainability, this technical or “hard” 

dimension should be integrated with the human or “soft” side of firm operation. The latter 

relates to aspects such as human resource management, employees’ attitudes and behaviours, 

organizational commitment and culture. These concepts are close to work-organizational 

psychology (WOP) field, that should thus contribute to ES research. 

Specifically considering the case of environmental management systems (EMSs) my research 

aims at 1) understanding how fully embed ES in organizational culture 2) providing firms 

with “best practices”, helpful in pursuing ES objectives. 

The research is articulated in two phases. The first one (actually in progress) is involving a 

sample of about 300 logistics companies in a survey study exploring representations and 

experiences of ES and EMSs. The second phase, will concretely explore EMSs’ 

implementation and related practices, through qualitative case analysis. 

Dealing with “corporate environmental sustainability topic”, my research represents an 

original attempt to inform the debate about WOP’s role in addressing urgent questions that 

characterize present organizational contexts. 

Among theoretical and practical implications it can be cited 1) a better understanding and 

acknowledgement of “soft variables”, mainly neglected by the prevailing technological and 

economic literature 2) the definition of diagnostic and assessment tools, as well as training 

programs, useful to foster firms’ environmental efforts. 
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12. Hannah A. Berkers - University of Amsterdam 

Resolving the Chaos in Job Information: Introducing a Framework  

The job analytic terminology is in need of revision and abridgement to resolve the issues of 

volume and semantics that plague job information. Jobs can be understood and described in 

various ways, ranging from tasks, knowledge, and work context to personality traits. The 

sheer amount and variety of job information types, combined with inconsistent and even 

contradicting definitions impede informed choices of both researchers and practitioners when 

it comes to job information. We introduce a ‘Framework for Classifying and Evaluating Job 

information types’ consisting of a taxonomy and a set of evaluation criteria derived from the 

job analysis literature. The proposed taxonomy is based on the content, the level of 

abstraction, and the level of contextualization of job information types. The evaluation criteria 

we propose offer a novel way of assessing accuracy based on the quality of inferences and 

practicality associated with job information types. By taking an organizational perspective to 

understanding positions as opposed to occupations, we provide an alternative way of 

structuring job information to O*NET that fits the changing nature of work. We suggest a 

move toward more contextualized and detailed job information to ensure that job analysis can 

meet the needs of the contemporary workplace and remain a vital basis for decision making in 

the various domains of HR. Next steps in this research include building the actual taxonomy 

and evaluating job information types to test the framework and testing new methods for 

collecting contextualized and detailed job information with the aid of text mining analytics. 

 

13. Jana Keil (jana.keil@staff.uni-marburg.de) - Philipps University of Marburg 

How the work environment can foster employee’s unexpected creativity 

One aspect of modern society is its constant change. Companies need to adapt to the fast 

economical pace in order to survive in global competition. A key resource to achieve this is 

their employee’s creativity (West, Hirst, Richter, & Shipton, 2004), which is defined as the 

generation of new and useful ideas (Amabile, 1996). Research showed that employees in 

various positions can come up with good ideas even if their job does not require them to (e.g. 

Madjar, Oldham, & Pratt, 2002; Scott & Bruce, 1994; Shalley, Gilson, & Blum, 2009). 

Montag, Maertz and Baer (2012) refer to the generation of new and useful ideas beyond one’s 

job as unexpected creativity. The aim of my dissertation is to identify factors of the work 

environment (e.g. leadership style of the supervisor, team climate, and organizational justice) 

which encourage this unexpected creativity. 
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14. Brian Doornenbal (b.m.doornenbal@vu.nl) - VU University Amsterdam 

Status Hierarchies in Teams: The Interaction between Hierarchy Level and Hierarchy Shape 

Over the past decades, several research streams have been focusing on the influence of status 

hierarchy on team performance. Synthesizing these research streams is argued to be an 

important next step in increasing our understanding of the status hierarchy – team 

performance relationship (Greer, Schouten, De Jong, & Dannals, 2015). In this paper, we 

synthesize conventional wisdom on status hierarchies from the diversity literature and the 

status literature. Within the status literature, status hierarchies are often conceptualized and 

measured as the level of status hierarchies, i.e. how widely individuals’ status scores are 

distributed within the team (e.g., Boone & Hendriks, 2009; Haleblian & Finkelstein, 1993). 

The diversity literature proposes, however, that status hierarchies are characterized by their 

shape, i.e. the form of the distribution of status scores within the team (Harrison & Klein, 

2007). In this study, we suggest that both the level and the shape of status hierarchies are 

imperative features in understanding the impact of status hierarchies. Based on a sample 

composed of 127 student teams, we illustrate that a more positive skew in the status hierarchy 

reinforces the negative effect of status hierarchy level on team performance, mediated by 

impaired information elaboration. 
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Workshop Well-being  

 

Facilitator: Prof. Jonathan Booth  

Number of participants: 12 

Keywords: Well-being, workplace bullying, job insecurity, organizational change 

 

1. Morteza Charkhabi (morteza.charkhabi@univr.it) - University of Verona 

Testing New Moderators between Quantitative - Qualitative Job Insecurity and their 

Consequences  

Job insecurity (JI) as a new stressor is a famous organizational phenomenon in the world. 

Over the past decade, job insecurity has attracted an increased research attention (e.g., Davy, 

Kinicki, & Scheck, 1997; De Witteet al., 2012). Previous researchers stated Job insecurity 

reflects the degree which employees perceive their jobs to be threatened and feel powerless to 

do anything about it (Greenhalgh & Rosenblatt, 1984) while the current researchers believe 

that job insecurity is overall concern about the continued existence of the job in the future 

which portrays job insecurity as a uni-dimensional concept (Vander Elst, De Cuyper & De 

Witte, 2011).  

Job insecurity closely relates to the current economic climate, changing working environment 

and applying the new technologies inside of the nowadays workplaces. These all have an 

impact on the perceived job insecurity, which may have negative consequences on different 

important outcomes (e.g., Kinnunen et.al, 2000). To be explained the relationship between job 

insecurity and its negative outcomes, researchers will draw their attention to the new 

moderator variables that can affect the dynamic of this relationship (Vander Elst et al., 2012). 

The present research wants to investigate the moderating roles of organizational based on self-

esteem (OBSE), employee’s appraisals (Hindrance and challenging) and psychological 

hardiness between job insecurity and its important consequences such as mental/physical 

health, job satisfaction and job burnout and so on. 

 

2. Yarid Ayala (yaridayala@hotmail.com) - University of Valencia 

Beyond happy and productive: organizational and personal factors as predictors of different 

well-being and job performance patterns 

Background: The happy productive-worker thesis has provided ambiguous results of the 

relationship between well-being (WB) and job performance (JP).We addressed three gaps 

previously identified in the literature. First, the study of alternative patterns between both 
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variables. We hypothesized that there are at least four WB-JP patterns: a) unhappy and 

unproductive, b) unhappy and productive, c) happy and unproductive, and d) happy and 

productive. Second, the expansion of the conceptualization of WB at work beyond job 

satisfaction. We studied WB from different approaches; as job satisfaction, affective well-

being, hedonic well-being, and as eudaimonic well-being. Each approach represents one 

study. Third, we also consider the evaluation of JP from the supervisor in two studies. Finally, 

organizational and personal aspects were proposed to likely contribute to the WB-JP 

interactions (HR policies and practices, and job self-efficacy). Method: Data were from a 

three different cross-sectional samples 513 young Spanish employees, 5345 European 

employees, and 1320 Mexican and Spanish Employees. Cluster analysis, multinomial logistic 

regression, and discriminant analysis were performed. Results: WB-JP interact in multifarious 

ways, suggesting the need to broaden the boundaries of the interactions studied in the happy-

productive worker thesis. High correlations between WB and JP disappears when JP is 

evaluated by the supervisor.  In all the studies, self-efficacy shown to be a better predictor 

than HR practices or policies. 

Keywords: happy-productive worker thesis, well-being and job performance, human resource 

policies and practices, self-efficacy 

 

3. Samantha Penney (sapenney7@gmail.com) - Saint Mary’s University 

My proposed program of research is to explore the psychologically healthy workplace 

construct in conjunction with the new Psychological Health and Safety in the Workplace 

National Standard of Canada (Mental Health Commission of Canada, 2013) that was released 

in 2013. Although the psychologically healthy workplace construct has received increasing 

attention over the last few years, qualitative and quantitative research on how to measure it is 

quite sparse (Day & Randell, 2014). Therefore, I will develop and validate a comprehensive 

psychologically healthy workplace scale using valid scale development procedures (e.g., 

Hinkin, 1995). In Study 1, I will develop and test a psychologically healthy workplace scale 

that assesses employees’ perception of their workplace, incorporating past healthy workplace 

models (e.g., Grawitch et al., 2006; Kelloway & Day, 2005), as well as the 14-factors of 

psychological health and safety in the workplace, identified by the National Standard. In 

Study 2, I will validate the scale and examine the degree to which organizations are 

considered ‘healthy’ by distributing the new psychologically healthy workplace scale to 

employees in various organizations. By assessing the data from organizations, I will be able to 

assess the psychometric properties of the scale, as well as identify workplace components that 



42 
 

are associated with improved employee health and well-being and those that are associated 

with poor employee health and stress. Given that employee well-being has been associated 

with increased job satisfaction, employee performance, and reduced turnover (Harter et al., 

2003), knowing workplace components that can contribute to positive employee well-being is 

critical. 

 

4. Pablo Alonso Peña (pablo.alonsopena@uclouvain.be) - KU Leuven 

My thesis presents a new conceptualization of the organizational traumatization process as the 

persistence and uneffectiveness of the organizational defensive response to a potentially 

traumatizing event. Such an event creates a discrepancy between long held beliefs, customs 

and values and the new situation, thereby leading to emotional distress and insecurity. When 

confronted with such a threatening event, an organization reacts with an adaptive and self-

protecting response. However, in the case of an organizational trauma, this response is not 

capable to reinstore emotional security and continues for an extended period. 

Qualitative research resulted in this model of organizational trauma. The first phase of the 

research consisted of individual interviews with top managers of three different organizations, 

using the life history and comprehensive interviews methodologies to understand the 

organization’s evolution during a potentially traumatizing situation. The second and third 

phase identified the collective experiences of leaders and subordinates within two different 

focus group. Although the organizations under study were subject to a remarkable diversity of 

events, their reaction presented similar characteristics. The exploratory phase of the research 

will be followed by confirmatory methods aimed at confirming or correcting the model. 

This new insight into the nature and the underlying processes leading to organizational trauma 

will facilitate the identification of risk and protective factors affecting organizations dealing 

with potentially traumatizing events. The results will also benefit the comprehension and the 

protection against other abnormal organizational conditions, such as organizational stress, or 

an organizational identity’s crisis. 

 

5. Anniken Grønstad (anniken.gronstad@medisin.uio.no) - UiO, NO 

My PhD project is part of an extensive sickness absence project initiated by the Faculty of 

Medicine, Department of Health Management and Economics at the University of Oslo. It is 

financed by the Research Council of Norway and focuses on organizational change and 

sickness absence at Oslo University Hospital. This is Norway’s largest health trust, employing 

more than 20.000 people across four geographical locations.  
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The Norwegian health and social sector suffers from the highest registered sickness absence 

across all sectors, and there are several aspects of the working conditions that are expected to 

be particularly straining. One of these expected conditions is the high frequency of 

organizational change. The hospitals under scrutiny in this project are constantly undergoing 

change, and there is a need to research the ways in which employees deal with the rapid 

implementation of change because scholars have argued that organizational change often 

promotes more frequent sickness absence. However, in order to make the project more 

feasible, not all organizational changes are investigated. Instead, emphasis is placed on 

researching the merging of units. Understanding why working conditions influence the 

sickness absence of employees and why some are more affected than others, may reveal an 

important key to better understand the relationship between change and sickness absence.  

Another research area of my PhD project is the ways in which temporary contracts may 

mediate or moderate the relationship between change and sickness absence. Based on current 

literature, I hypothesise that limited job security during organizational change is expected to 

reduce the risk of sickness absence and instead stimulate sickness presence. Important aspects 

of the research are job demands, control, participation, role clarity, role conflict and 

organizational justice. In order to understand the effect of the stressors and employees’ 

experiences, aspects relating to job motivation, job satisfaction and opportunity for growth are 

also included. 

 

6. Iselin Reknes (Iselin.Reknes@psysp.uib.no) - University of Bergen 

Mental health outcomes of exposure to workplace bullying: The moderating effect of 

individual coping style 

Background 

Studies addressing different categories of aggression exposure in the nursing profession are 

rather scarce and new studies which compare aggression from patients and bullying from 

colleagues are therefore warranted. Furthermore, the relationship between workplace bullying 

and health is well-known in the literature, but most studies are cross-sectional and there is a 

need for more longitudinal studies. Previous studies show that targets of bullying often use 

avoidance and passive coping styles due to lack of control over the situation. Coping is 

however mainly investigated in relation to the bullying itself and research on the moderating 

role of coping on the bullying-health relationship is still scarce.  
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Aims 

To investigate if a) aggression from patients and bullying from colleagues have different 

health effects for those affected (paper 1), b) whether ongoing exposure to workplace bullying 

predicts subsequent health problems one year later (paper 2), and c) if individual coping style 

moderates the bullying-health relationship (paper 3). 

Design 

The project is situated in a quantitative approach and employs data from the SUSSH project 

(Survey of Shiftwork, Sleep and Health).  

Sample 

Altogether, 1586 Norwegian nurses, all registered members of the Norwegian Nurses 

Organization, participated at both baseline (2008-2009) and follow-up (2010). The mean age 

at baseline was 33.2 years (SD = 8.3) and 90.4 % were women. 

 

7. Mats Glambek (Mats.Glambek@psysp.uib.no) - University of Bergen 

Workplace bullying and expulsion in working life; A representative and prospective study 

Workplace bullying is understood as a process in which an employee is persistently and 

frequently subjected to negative acts against which retaliation is hindered by a formal or 

informal power imbalance. Prevalence rates suggest that approximately 3-4 % of Norwegian 

employees are being bullied at any one time, and a range of negative consequences has been 

documented, both for the targets of such behavior and for the organization itself. One of the 

assumptions derived from previous research is that bullying may lead to expulsion in working 

life. It is the purpose of the present thesis to explore outcomes of workplace bullying related 

to such expulsion. The study employs two representative datasets collected at two and three 

points in time, respectively. So far, analyses have shown that bullying behaviors are 

associated with job-insecurity and intentions to leave across a 6-month time-lag. Moreover, 

both bullying behaviors and self-labeled bullying have been shown to increase the probability 

of change of employer, disability benefit recipiency and unemployment over five years, 

outcomes that are held as indicators of expulsion in working life. It is preliminarily concluded 

that targets of bullying face are at risk of some forms of expulsion. During the remaining 

work with the thesis, it will be explored whether bullying increases the chance of sickness 

absence. 
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8. Gintare Visockaite (g.visockaite@bbk.ac.uk) - University of London 

Workplace Behaviour Norms in former Union of Soviet Socialist Republics 

Persistent negative acts at work, known as bullying, have been well documented as extreme 

social stressor, resulting in destructive outcomes to individuals and organizations. 

Furthermore, leadership style has been shown to be strong predictor of bullying at work and 

resulting damage (e.g. Skogstad, et. al., 2007; Hoel, et. al., 2010, Stouten, et. al, 2010). 

However, majority of existing evidence is collected with Western population samples and 

very little is known about these issues in collectivist cultures. 

The Union of Soviet Socialist Republics (USSR) strongly affected cultural norms of fifteen 

nations in Europe and Asia, isolating them from Western influences and forcing strictly 

controlled communist ideals with centralised autocratic power (Lane, 1970; Claybourn, 2011). 

Scholars suggest that overtly aggressive, forceful, and fear-inducing manner of behaviour was 

acceptable form to express authority in USSR workplaces (Pearce, et. al., 1994). Meanwhile, 

studies also unveil that highly controlling leadership and scarce resources lead to development 

of unique cultural mentality and behaviour norms amongst working people, strongly relying 

on social support and informal networks (Ledeneva, 1999). Thus, it is likely that within 

communist context, ruled with strict autocratic leadership, employees have built resilience to 

persistent negative acts, while bullying may manifest in different forms than those known in 

Western workplaces. 

This project is a multinational quantitative study aimed to investigate relationships among 

leadership styles, national culture traits, perceptions and resilience to negative behaviour, and 

social support at work. It is at data collection stage, which is taking place in five former USSR 

states. 

 

9. Øystein Løvik Hoprekstad (Oystein.Hoprekstad@psysp.uib.no) - University of Bergen 

Does Previous Bullying Victimisation Affect The Perceptions And Mental Health Effects Of 

Exposure To Workplace Bullying?  

Purpose: Will having been a victim of bullying previously, affect how you perceive and how 

well you cope with exposure to workplace bullying? This is the main topic of my three 

papers, all of which are in preparation: 

Paper 1: Is the relationship between exposure to workplace bullying and depressed mood 

stronger for those who were bullied during adolescence than for those who were not bullied 

during adolescence? 
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Paper 2: Will being a victim of bullying during adolescence afflict how you perceive bullying 

in adulthood? We hypothesize that the relationship between exposure to bullying behaviours 

at work and self-labelling as a victim is stronger among those who were bullied during 

adolescence. 

Paper 3: Will exposure to workplace bullying at T1 affect how well you cope with exposure 

to workplace bullying five years later, at T2? We hypothesize that the higher the bullying 

exposure at T1, the stronger the relationship will be between bullying exposure and mental 

health at T2.  

Design: Paper 1-2 is based on prospective survey data from the Norwegian Longitudinal 

Health Behaviour Study, surveying a cohort of pupils at ages 13 (N=927), 14 (N=958), 15 

(N=970), 18 (N=772) and 30 (N=536). Paper 3 is based on prospective data collected by 

Statistics Norway, where a representative sample of the Norwegian working population was 

surveyed in 2005 (N=2539) and 2010 (N=1613). 

 

10. Janne Kaltiainen (janne.kaltiainen@helsinki.fi) - University of Helsinki 

Causal Relationships Between Trust in Leadership, Change Appraisal, and Organizational 

Identification in an Organizational Merger – A Longitudinal Study 

This longitudinal study investigates causal relationships between pre-merger trust in 

organizational leadership, post-merger change appraisal, and post-merger organizational 

identification in the context of an organizational merger. 3-wave survey data is collected from 

the largest merger in the Finnish public sector. Trust in leadership before the merger was 

expected to reduce threat appraisal, and increase challenge appraisal one year after the 

merger. 

It was also hypothesized that threat appraisal decreases and challenge appraisal increases 

identification with the merged organization. The relationship between trust in leadership and 

organizational identification was expected to be mediated by the appraisal of the change. 

Preliminary results, based on 2-wave longitudinal data (N = 1062), are in line with most of the 

hypotheses. Results from the latent mediation model show that trust in leadership at pre-

merger stage decreases threat appraisal and increases challenge appraisal after the merger. 

Results also highlight the mediational role of the challenge appraisal and its predictive power 

of the postmerger organizational identification; especially for the employees of the dominant 

pre-merger organization. Results based on 3-wave longitudinal data will be presented at the 

conference as the data collection will be completed by the end of 2014. 

This study provides new insight into the role of trust towards organizational leadership in 
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employees’ response to a major organizational change and adjustment to it. It also adds to 

previous research concerning differences between dominant and dominated merging 

organizations in experiencing the change. One of the strengths of this study is its investigation 

of causal relationships. 

 

11. Andrea M. Reina-Tamayo - Erasmus University Rotterdam 

Construct Validity of Momentary Work Engagement: An Experience Sampling Study 

In contrast to the vast amount of research on work engagement that defines it as an enduring 

“positive fulfilling state of mind characterized by vigor, dedication and, absorption” 

(Schaufeli & Bakker, 2010; Schaufeli, Salanova, González-Romá, & Bakker, 2002, p. 74). 

The central aim of this paper is to study engagement at the momentary level within the job 

demands-resources theory (JD-R) theory. More importantly, this study will give a dynamic 

picture of engagement and examine the role that momentary resources and demands play in 

making people more or less engaged to a particular task. Finally, we examined the impact that 

momentary engagement has on self-reported performance. Using experience sampling, 

participants received three alerts via a smartphone app at random times during the day for five 

successive workdays. 413 observations were obtained at the momentary level from 61 

employees working in various organizations in The Netherlands. Questions aimed to capture 

the momentary experience of demands, resources, engagement, and performance. In addition, 

participants completed a general work engagement questionnaire at the beginning of the 

study. As expected, results from multilevel analysis revealed 85% within-person variance in 

momentary engagement. Furthermore, momentary resources, such as skill variety, autonomy, 

and feedback were positively related to engagement. In addition, role conflict was perceived 

as a hindering demand and was negatively related with momentary engagement. Moreover, 

momentary engagement was positively related to self-reported performance. Finally, work 

engagement at the general level was positively related with the aggregate of the measures of 

momentary engagement providing evidence for convergent validity of the momentary 

engagement measure. The study may suffer from common method variance due to the use of 

self-reports only. This study contributes to the literature of work engagement and JD-R theory 

by giving evidence to the view that engagement is a dynamic experience where resources and 

demands play an important role in enhancing or deterring this experience. It is important that 

employees experience more resources as opposed to hindering demands in order to become 

engaged and have better performance. This study captured reactions to work activities that are 

often fleeting and determined their effects on momentary engagement. 
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12. Wouter Vleugels (wouter.vleugels@kuleuven.be) - KU Leuven 

The impact of dynamics in PE fit on performance: A weekly diary study 

Purpose: While time has been a long neglected topic in organizational research, PE fit 

research too has largely remained contemporaneous (Sonnentag, 2012; Shipp & Jansen, 

2011). One way of incorporating a time perspective into current PE fit research is by focusing 

on how changes in PE fit unfold in the workplace. The present study therefore focuses on how 

dynamics in fit (i.e., velocity and frequency) are related to performance, approached from a 

contemporary and stretched view including task performance, OCB, resilience, creativity, and 

resistance to change. 

Design: Changes in perceived PO and PJ fit and performance outcomes will be assessed 

among 80 employees on a weekly basis, for 12 consecutive working weeks. Data will be 

analyzed using Multi-Level Structural Equation modeling (MLSEM). 

Results: Data will be collected in January-March 2015. 

Limitations: Although we will obtain information about dynamics in PE fit throughout the 

course of participants’ working lives, we might miss fine-grained daily variation in fit because 

fit will only be measured once a week. 

Practical implications: Most PE fit studies have dominantly applied a static approach and are 

therefore insufficiently informative for today’s fast-moving business context. The present 

study adds to our understanding of how dynamics in PE fit relate to organizational 

effectiveness over time. 

Originality: Although scholars have highlighted the importance of considering PE fit as a 

continuously evolving process (Shipp & Jansen, 2011; Wingreen & Blanton, 2007), this study 

is among the first ones to assess the impact of fit dynamics on individual performance. 

 


